grouping or subgrouping, existing studies cannot register or measure variation between staff groupings. They cannot establish whether or to what extent the beliefs, values and experiences they report are representative of the Commission workforce as a whole.
The third limitation concerns the range of independent variables tested in earlier studies. This shortcoming is partly related to the narrowness of the samples on which they are based and partly their homogeneneity, which leaves the influences shared between individuals within them undetected. Furthermore, the existing literature places a strong emphasis on some variables, such as nationality, but it omits other potentially important socialising factors, such as work location, staff grouping, horizontal mobility, and cabinet experience. The discussion that follows is organized into two parts. The first reviews how scholarship on the beliefs of Commission staff has developed, summarizes the approaches taken by existing studies, and offers a critical analysis of the literature. The second introduces 'Facing the Future' --the project from which the dataset analysed in this article is drawn --and discusses how it addresses the limitations of existing scholarship. It describes the data that were collected for the project, as well as the questions posed in the survey, and outlines the empirical model and hypotheses. After setting out the findings, it examines the significance of the research for earlier studies, and considers the wider implications of the results for the field.
EU staff, beliefs and the existing literature
What the staff of EU institutions believe has been an issue of major concern in the postwar institutionalization of Europe. While Jean Monnet argued that the European administration should be composed of dedicated technocrats, Haas defined integration as 'the process whereby political actors in several distinct national settings are persuaded to shift their loyalties, expectations and political activities towards a new centre (1968: 16) and argued that the dissemination of values from the Commission was a key dynamic in advancing that process. Three decades later, heralding the rise of a social constructivist perspective in the study of the EU, Christiansen et al (1999: 529) inferred that since 'European integration has a transformative impact on the European state system and its constituent units . . . it is reasonable to assume that in the process agents' identity and subsequently their interests have equally changed'.
An early assumption was that Commission officials would be 'supranationalist' in outlook. Although the specific content of the term often went undefined, the view that Commission personnel share a particular outlook associated with the organization's mission came to be shared by scholars working from different theoretical perspectives, including rational choice (see, e.g., Pollack 2003 , Jupille 2004 , Franchino 2007 . Even though this view has been contested by arguments that the Commission is better conceptualized as a 'multi-organization' (Cram 1993 ) than a monolith, the belief that the Commission is populated by competence-maximizers persists as a convenient simplification.
In a new wave of scholarship emerging in the late 1990s scholars put assumptions made by the classic literature, many of which had become accepted wisdoms beyond the academy (Kassim et al 2013: chs 1, 3) , to empirical test. Whereas the earlier literature had tended to 'black box' the Commission, the new generation of scholars sought to penetrate its inner workings and to explore the beliefs of its personnel. Though they agreed that the Commission was not a 'citadel of supranationalism' (Dehousse and Thompson 2012) , these scholars adopted different explanatory perspectives. Three main schools emerged --pre-recruitment socialization, post-recruitment socialization, and positional advantage -as summarized in Table 1 .
TABLE 1

Pre-recruitment socialization
Based on the pioneering work of Hooghe, this first school contends that pre-recruitment influences are decisive. Arguing that '[O]ur understanding of European integration remains poor at best, and possibly mistaken, if we fail to account for the motivations and opinions of key position holders in the European institutions ' (1999: 436) , Hooghe sought to examine the orientations of senior officeholders in the Commission. Her conclusion, tested against three datasets collected between 1995 and 2008, is that 'international socialization' -experience within the Commission --has a relatively limited effect on the role conceptions of senior officeholders and that senior officeholders acquire their beliefs and values in their home state before entering the Commission (Hooghe 1999a (Hooghe , 1999b (Hooghe , 2002 (Hooghe , 2005 (Hooghe , 2012 .
Why does national background matter more than other influences? Hooghe offers two explanations. The first is that formative experiences occur early in life. Since Commission employees typically enter the organization in their early thirties, their values have already been shaped. The second is that, because they work in a political context where territoriality is key marker of interest and mobilization, national cues are reinforced when Commission staff interact with representatives of the European Parliament, the Council, and other actors. The key national variables are the type of territorial order, i.e. unitary or federal, size, and whether the staff member was employed as a civil servant.
Hooghe's central findings have recently been re-asserted by Bes (2013) . After making a number of refinements, such as re-working Hooghe's original typology, filtering the sample to avoid double-counting, and remodelling the measurement of respondent choices -Bes finds, first, that national background and political ideology are the best predictors among the variables tested and, second, that variables associated with post-recruitment socialization have little or no impact. Suvarierol et al (2013) also find in favour of a pre-recruitment socialization approach. However, because they extend the term to include the processes of recruitment to EU institutions, they contradict Hooghe's emphasis on national experience.
Organizational socialization
The second perspective, developed by Trondal (2001 Trondal ( , 2006 Trondal ( , 2007 Trondal ( , 2008 , sometimes with co-authors Murdoch and Trondal 2013) , contests the presocialization approach and insists that working for the Commission does have an influence. Adopting a 'least likely case' approach, Trondal tests the Commission's socializing capacity by examining the loyalties or role conceptions of seconded national experts (SNEs). The assumption is that, since their beliefs are forged in their home states and they will return to their national administrations, SNEs are unlikely to exhibit 'supranationalist' values unless socialized by their experience in the Commission (Trondal 2001: 4; : 1112 2010: 75) .
Drawing on survey and interview data, Trondal (2007 Trondal ( :1112 
Positional advantage
Public choice theory is the inspiration for a third perspective, which explains the beliefs exhibited by bureaucrats in terms of self-interest. Hooghe tests four hypotheses derived from public choice assumptions: that officials in powerful Directorate-Generals (DGs) are likely to be more 'supranational' because regulatory and financial authority will strengthen them (Hooghe 2002: 104) ; that staff from countries that are net beneficiaries from EU membership are likely to be more 'supranational'; that EU civil servants from countries with strong informal (i.e. national) networks in Brussels are likely to be more intergovernmental, since these networks are a resource for professional success (2001: 105); and that SNEs are likely to be more intergovernmental, since they owe their selection to national governments and will return home after their temporary spell in the Commission (2001: 106) . She finds evidence for the first three in her 2002 book, but not her 2005 article. Bauer (2012) and Kassim et al (2013: ch 8) , meanwhile, also find evidence that utility-maximization, understood in terms of career prospects and departmental interests, is an important explanatory variable, but their findings are linked explicitly to attitudes to reform and they do not suggest that utility maximization applies more generally.
Murdoch and Geys (2012) develop a hybrid approach, which assumes the coexistence of multiple logics of social action. Following Trondal (2006) , they argue that the values of SNEs are shaped partly by the role they play within the Commission and how strongly they identity with four behavioural roles (epistemic, sectoral, national and supranational) and partly an instrumental calculation, which can be measured in terms of an explicit aim to further their career possibilities. They find evidence that the behaviour of SNEs is influenced both by role expectations and cost-benefit calculations.
Critical reflection
Although it has significantly advanced understanding of the Commission and its staff, the new empirically-based literature has three important weaknesses. First, it pays surprisingly little attention to the definition of the dependent variable. Authors rarely offer a justification for their preferred formulation or, despite different usages, discuss the relative merits of different definitions. Not do they consider the downsides of their favoured option. For Hooghe (1999a Hooghe ( , 1999b Hooghe ( , 2005 Hooghe ( , 2011 , 'supranationalism' is an orientation towards European integration, while for Trondal it is based on 'loyalty to the Commission and to the Director General ' (2006, 2007) . Yet the first fails to distinguish between 'federalists' and supporters of the 'Community method', and does not explain why preference for a particular form of governance should be taken as a test for determining whether working for the Commission leaves it mark on an individual. In respect of the second, meanwhile, no explanation is offered for why felt affiliation to a senior manager should be considered a measure of 'supranationalism'.
Moreover, the definitions of 'supranational' in the new literature do not always map easily or obviously onto the values expressed by respondents. The pre-recruitment socialization approach constructs its measure from responses to two proxies: whether member states should be the central pillars of the EU; and whether the Commission should be the government of the EU (Hooghe 2005: 889 ). Yet deriving a measure of 'supranationalism' from these two propositions is problematic. It is not only unclear that they generate a meaningful continuum, but it is debatable whether the results of four distinct binary choices can be read as a single four-way choice.
Second, existing studies are based on data from small unrepresentative samples. The pre-recruitment perspective, for example, draws on a small number of 'senior officials', either senior managers or heads of cabinet. Both are small subpopulations, and each a sub-grouping of a wider staff category --administrators in the case of senior managers and temporary agents in the case of heads of cabinet.
Moreover, even senior managers can be on temporary contracts, so are not necessarily 'permanent officials', while heads of cabinet, although employed as temporary agents for the period that they are in the Commissioner's private office, may be seconded internally from among the Commission's permanent staff or may come from outside the organization. SNEs, by contrast, who feature centrally in the writings of the postrecruitment school, constitute only around 2 per cent of the Commission's workforce.
Neither school can explore differences between staff groupings, or measure variation across the Commission workforce, limitations that severely inhibit the granularity of their findings and the generalizability of their conclusions.
Third, although the existing literature examines the effects of a significant range of independent variables, important potential influences, such as staff grouping, contractual status, workplace location, and the number of DGs in which an employee has served, remain untested. It is not possible from reading Hooghe (1999 Hooghe ( , 2002 Hooghe ( , 2005 , for example, to know whether permanent staff are likely to be more 'supranational' than those on temporary contracts. Trondal, meanwhile, as Bes notes (2013: 6) , highlights the importance of international education as a source of pre-recruitment socialization, but does not always test for its impact. The failure to include these variables, combined with the tendency to concentrate on a single staff category or segment of staff, restricts the ability to detect the impact of potential influences and limits the range of organizational experience that is tested.
In summary, existing studies offer important, but partial, insights into the beliefs of the Commission workforce. Different definitions of 'supranationalism' are used, but never critically examined, the representativeness of the populations investigated is questionable, and key variables, most notably staff grouping, but also location, are untested. 'Facing the Future' was designed to address and, where possible, to transcend these limitations.
A new approach to what Commission staff believe
Against the background of this debate, and using the opportunity afforded by the scope and scale of the new dataset, this article has three main ambitions. The first is to examine the values of Commission staff across the organization --in all staff categories and at all levels. The aim is to map the extent to which similar views are shared by employees across different staff groupings.
The second, revisiting the central question of the Commission's socializing power, is to establish whether the experience of working in the Commission has an impact on the beliefs and values of staff. The dataset offers the opportunity to assess whether the claims made by the three schools hold when tested against all staff categories. Because it is drawn from a sample that is representative of the Commission workforce in several key respects, it allows aspects of organizational experience that may affect the beliefs and values of Commission employees to be assessed for the first time, and new independent variables to be tested, in addition to re-running hypotheses from the existing literature.
Third, the article introduces a broad test for 'supranationalism'. Alongside a more direct, intuitive and precise test for commitment to 'supranationalism' as a form of EU governance, the article includes two additional measures. It extends the scope of 'supranationalism' to include a wider range of pro-European sentiments that working for the Commission might engender. Used with a larger and more representative sample, this makes it possible to explore whether 'supranationalism' finds varied forms of expression among the sub-populations of the organization.
Data, method and hypotheses
The research team used an online survey to solicit the beliefs of staff, as well as In the next stage of the analysis, a series of hypotheses derived from the three schools described above were tested with a view to determining the extent to which proEuropean organizational values vary by national background, pre-Commission socialization, experience within the Commission. To retain comparability with earlier literature, the explanatory variables were similar to those used in previous studies.
Appendix Table 1 includes a full list of definitions, sources and descriptive statistics. Kassim et al. (2013: 19-30, especially Table 1 .2) and Hooghe (2002) The nature of the data -many individuals working in the same DG; staff from the same country -requires account to be taken of the possible correlations within DG or nationality and the consequent effects upon the standard errors. With outcome variables and many explanatory variables measured at the individual level (level 1), the DG level (level 2) and the member state level (level 3), it is necessary to estimate 3-level regression and logit models. The DG level was never significant and the member state level was only significant when using the first measure. Estimated coefficients for each of the three models are reported in Table 2 . As both regression and binary dependent variable models are used, the coefficients are, of course, not directly comparable.
TABLE 2
Findings
The findings for each of these hypotheses are as follows: 
Discussion
The findings show that the beliefs and values held by Commission personnel vary between staff groupings -the first time that data making the detection of such differences possible has been available. Although important in itself, this result has wider significance. It underlines the value of representative sampling in the study of complex organizations and highlights the limitations of findings based on data drawn from single groupings or strata. It is not only that, in the absence of information about all staff groupings, the extent to which such findings can be generalized cannot be established to a high level of satisfaction, but that investigating a single grouping limits the range of experiences that can be tested. In other words, without data that allows comparisons between staff groupings, it is not possible to test whether membership of a particular staff grouping is itself a factor.
The findings also demonstrate the value of a broader approach to 'supranationalism' than typically taken in the existing literature. If the aim is to determine the impact of working in the Commission, it is important to countenance the possibility that individuals and sub-groups of individuals may be affected in different ways. Some may develop a preference for a particular model of EU governance, some a motivation for working to build Europe, and others a role conception. That different staff groupings score higher on some measures than others, it seems reasonable to infer that a test that goes beyond a single dimension is necessary to capture impact on beliefs and values.
Finally, the combination of data drawn from across the entire Commission workforce with a broader test for 'supranationalism', produces a more nuanced picture than existing studies. Whereas the pre-recruitment socialization school, which focuses on officials, argues that national experiences are pre-dominant and post-recruitment socialization, which concentrates on SNEs, that working in the Commission has an effect, the results reported above show that both are important. But what of magnitude? The range of difference in 'supranationalism' (first measure) between a member of staff from a country with the highest and lowest level of federalism is +2 points, between the member of staff with the shortest and longest years of experience in the Commission +1.72 points and between a non-management AD, an AST, temporary agent, contract agent and an SNE -0.49, -0.58, -0.67 and -1.1 points respectively. While not quite squaring the circle, the results underline the value of a genuinely representative sample.
Conclusion
While the early literature on the beliefs of Commission officials was characterised by assumptions or speculative theorising, a more recent scholarship has used empirical evidence to test from a variety of sub-disciplinary perspectives propositions about the beliefs that bureaucrats hold. Despite the important advances it has brought, and its marked sophistication in relation to the earlier literature, empirical studies of the Commission's socializing power has been marked by three shortcomings: the measures of the values that are its central concern; the narrowness of the sample population on which studies have been based; and the range of variables authors have been able to test.
Drawing on representative data of scope and scale that has not been available hitherto, this article has sought to address these shortcomings and to advance understanding of the beliefs of Commission staff and the influences that shape them. It has introduced new and more intuitive measures of 'supranationalism'. It has mapped beliefs across all Commission staff groups, and it has used the 'Facing the Future' data to test existing explanatory variables from previous studies, as well as new variables --most notably, staff grouping.
More broadly, the paper has sought to move beyond the limitations of the existing debate and to deliver three important findings. First, by experimenting with separate and discrete measures of 'supranationalism', and by showing that responses do not always co-vary, it has shown that the definition used in empirical surveys does matter. The lesson is that considerable caution needs to be exercised when formulating questions for respondents, interpreting their responses as values, and defining the dependent variable. Second, the article shows that the beliefs held by employees vary across different staff groupings, often significantly. The finding that levels of commitment to 'supranationalism' reinforces the point that generalizations based on a narrow sample are unlikely to be robust. While the views of administrators tend to be unusual compared to other staff groupings, those of managers and especially senior managers -a subgrouping of administrators --are even more atypical.
Furthermore, the article demonstrates that, when controls are introduced for national background, there is evidence that other factors still play a role in shaping beliefs. In other words --and important, since it challenges the conventional wisdom --post-recruitment experience in the Commission does have an influence. National backgrounds play a part, but working in the organization also has an impact. Analysis of the views of all staff groups shows that proponents of the two main theoretical perspectives have to some extent been arguing past each other -an eventuality that was not discernable when only the beliefs of 'senior managers' or SNEs were examined, but that international institutions do have a socializing influence after all. One of the many roads to international norms does indeed run through Brussels Finally, the study has wider implications for research on EU institutions and other international bodies. In attempting to assess the socializing power of institutions, a research programme must be able to capture the multiple ways in which the experience of working for an organization can have a cognitive or affective impact on individuals. It raises questions about the mechanisms of organizational socialization, the conditions under which it takes place, whether some individuals are more susceptible, and whether some organizations succeed better than others. It also suggests that it may be worthwhile to revisit whether beliefs influence behaviour or affect outcomes. Bes, 2013 Bes, 1995 Bes, -7, 2002 Bes, , 2008 Bes, 105 (1995 Bes, -7), 93 (2002 Bes, ), 130 (2008 − Revises Hooghe (2011) 
